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1 May 1968
MEMORANIDUM FOR: DDI Specisl Advisor
SUBJECT: Baployee Turnover
REFERENCE : Your memorandum dated 8 April 1968, ssme subject

In response to the referenced memorandum, the following 1s sub-
mitted:

&. The Office of the Director of Basic and Geogrephic
Intelligence, including the respective Division Chiefs, are
completely informed of the reasons vhy employees leave this
0ffice. Purther ORGY internal exit interviews are conducted
and ressons for daparture are fully explored et such time a
resignation or transfer request is submitted.

b. Yhenever there is an cxceptional problem, there has
been feedback to OBGI from the centrsl personnel exit inter-
views. In some cmses, this merely strengthens ocur information
-= goddom 18 there sdditional explanation of cause for leaving.
However, inforration obtained from the internal Office »xii
Antervievs has reinforced our views regarding some job assigne
ments and enabled supervisors to recrult individuals best suited
for the positicns by virtue of education, experience, and per-
gonality. Feedback from this source bas bhed some Influence on
the type of pecple recrulted for the Office. Two poinis ara
relevant Yo the process involved, First, the Office has experi-
enced e particular problem with some new employees from the West
Const. Often in the past, the permanent move to the Bast hes
proven to be "too far from home”, especislly for the wife. BSecond,
the Agency's policy of treining new employeee at a low key during
the first year bas proven sound. It permits the O0ffice to evaluate
the new employeces' stabllity and desire to meke a career with us.
T™us, the subseguent investment in training sassures a higher retumn.

¢. There isc considerable concern to this 0ffice when an
employee resigns or transfers. Those lost to the Agency are of
more concexn if the employee in gquestion had high potemtial for
future developrent. Such cases might suggest disenchantment and
with the coats involved in recruiting new personnel, such situs~
tiens are expensive. FPersonnel who leave in order to better
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thempelves are not alweys & loss, particularly transferees to
other components. OBGI encowrages good employees who want &
change to seek opportunities elsevhere in the Agency, slthough

it mey ot the 0ffice. The investment in the employee should
not be written off unless the person has proven to be of margingl
yalue or less.

d. Most OBGI professiomls are engaged in & specialized
field vith unique functions and movement in and out would be
costly. NRevertheless, sOms rotation of personnel -- perbaps
to parte of OER, OSR, ORE, and DDP -- would freshen thelr per-
spectives, bring something nev and pertinent to the host office,
as well sas give new incentives and improve momale. OBGL hms
encowraged some Jateral sssigmeents over the years which have
benefited both the Office and the i{ndividual. HKore could be
dome along this line in the future, but &n exact percentsage
would vary froz time to time. A progrsn of this type would
reguire very careful review of the individuals selected to

participate in 1.

e. The Franch Chief, Division Chief, Administrative Btaff,

DD/BOIL, snd the Director of this Office conduet exit interviews
with each departing aployee, and & fingl fitness report 1s

- prepared. The reagons for departures are discussel at some
length during these interviews. If sppropriste, the 0ffice
attenpts o encourage high-potentiel employees to remain within
0BGI, or at lemat in the Agency. Pindings to date have been
peither particularly enlightening nor has a neaningful pettern
became evident that would pinpoint problem areas. When a situation

messures are taken immedistely. Hopefully, individual supervisors
bacome better personnel selectors and mappgers through this process.

f. Arraagements for ocevpational deferments for those with
eritical skills who are ossentisl to the Agency's mission would
ald this Office in meeting some of its problems of tenure.

JANES A. BRAMELL
Birestor
Pesie and Geogrsphic Intelligence
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